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Abstract 
Comparing Perceptions of Conflict Mediation Strategies between School Administrators 
and Non-Administrators 
Madeline Alyssa Barry 
Prior research has explored the impact of conflict mediation practices in schools, 
regarding students’ perceptions, but existing research has not examined how principals 
and other school staff members perceive these practices.  Given the significant shift away 
from zero tolerance and towards more restorative practices such as conflict mediation, the 
current study seeks to examine if school administrators and non-administrators differ in 
their perceptions of the value of conflict mediation, perceptions of existing conflict 
mediation skills, and perceptions of the effects of current practices on school climate, as 
perceptions can influence how information is applied. As these two groups have their 
own distinct interactions with students, it is hypothesized that they will have differing 
opinions regarding the instruction and implementation of these conflict mediation 
techniques. Data were collected from 150 school staff members (108 administrators, 42 
non-administrators) from the School District of Philadelphia prior to a professional 
development training; participants completed a survey assessing perceptions of conflict 
mediation. School staff were categorized post hoc as administrators or non-administrators 
based on their self-identification within the survey. A chi-square analysis and three 
separate multivariate analysis of variance were conducted. Analyses revealed that the two 
groups did not differ in their experience with conflict mediation, perceptions of the value 
of conflict mediation, perceptions of their existing mediation skills, or perceptions of the 
effects of the current practices on school climate. Therefore, school administrators and 
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non-administrators can continue to receive the same training, as long as they maintain 
similar perceptions regarding these strategies. These findings have implications for 
current practices, both in terms of designing future mediation trainings, as well as 
applying these skills within schools. 
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1. Introduction 
Conflict Mediation 
Conflict mediation is a collaborative strategy for managing conflict between 
individuals that seeks to address the root causes of conflict by including all those 
involved, along with an impartial mediator (Bar-tal, 2000). Conflict mediation promotes 
discussion and focuses on open communication and achievement of meaningful solutions 
among participants. In schools, administrators, teachers, counselors, or trained students 
conduct mediation to resolve conflicts between students (Smith, Daunic, Miller, & 
Robinson, 2002). Although both adult and student administered mediation programs have 
been successful at providing de-escalation strategies for student conflicts, little attention 
has been paid to understanding future mediators’ perceptions about the importance and 
effectiveness of conflict mediation before developing and implementing a conflict 
mediation program (Smith et al., 2002).  
Shift from Zero Tolerance to Restorative Practices 
When applied effectively, conflict mediation offers a restorative approach as an 
alternative to the harsh disciplinary responses grounded in zero-tolerance practices for 
students’ misbehavior. For over two decades, zero tolerance has been the default protocol 
for handling discipline in schools (Zero Tolerance Task Force, 2008). However, punitive 
reactions, like zero-tolerance policies, do little to alter the disruptive behavior itself, 
especially when compared to more interactive, non-punitive methods (Smith et al., 2002). 
In the wake of zero tolerance, some schools are establishing alternative, non-punitive 
oriented programs to address issues within schools, such as conflict mediation 
(Stinchcomb, Bazemore, & Riestenberg, 2006). Studies examining the effects of punitive 
versus non-punitive approaches on students found that students in non-punitive settings 
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performed significantly better on their academic assignments than those in punitive ones 
(Talwar, Carlson, & Lee, 2011). This shift to restorative practices can benefit individual 
students and teachers, as well as the broader school climate. 
Conflict Mediation and School Climate 
Restorative practices have greatly improved school climate and safety by 
contributing to an overall decline in recidivism, while also establishing communication as 
a means for introspection and relationship building (Kuo, Longmire, & Cuvelier, 2010). 
Additionally, consistent behavioral intervention programs have positively affected school 
culture. Bradshaw and colleagues (2009) found that the adoption of Positive Behavioral 
Interventions and Supports (PISB), a school-based program that aims to prevent and 
reduce behavioral disruptions, positively influenced school climate by increasing 
organizational health. Schellenberg, Parks-Savage, and Rehfuss (2007) observed that the 
presence of peer mediation programs in elementary schools resulted in a noticeable drop 
in both physical and verbal school conflict. These programs can be valuable resources to 
schools, while increasing school safety for students and staff, if they are properly 
understood and utilized.  
Impact of Perceptions on Understanding 
 Individuals’ perceptions may affect how they understand new information and 
how this information is applied, especially when those perceptions are derived from past 
experiences and are supported by confident attitudes (Glasman & Albarracín, 2006). 
Attitudes and perceptions are more likely to align with subsequent behavior when the 
knowledge supporting those attitudes is important to understanding the behavior itself. 
For example, individuals who have positive attitudes towards a behavior, such as 
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implementing conflict mediation strategies, should be more likely to carry out these skills 
if they fully understood the purpose behind conflict mediation and importance of these 
techniques (Fabrigar, Petty, Smith, & Crites, 2006; Lau & Woods, 2008). 
As such, attitudes regarding conflict mediation may affect the actual behaviors 
carried out once individuals are trained in these skills. Among students who possessed a 
more positive view of conflict mediation, those who were motivated to apply learned 
techniques were more likely to engage in productive conflict mediation strategies (Mura, 
Bonsignore, & Diamantini, 2010). These findings have strong implications for the impact 
of perceptions of conflict mediation and its implementation in schools. However, very 
little research and information exist on school staff members’ perceptions of these 
practices. The limited research examining opinions simply has explored perceptions held 
by one group, such as principals, regarding the skills or needs of another group, such as 
teachers (Cannon, Tenuto, & Kitchel, 2013; Frampton, Vaughn, & Didelot, 2003). 
Various groups of school staff members are trained to implement adult facilitated 
mediation programs, including administrative level staff and non-administrative level 
staff. Although school staff may be able to better carry out these strategies if they have 
positive perceptions of the construct as a whole, it remains to be seen whether either of 
these groups of staff members view conflict mediation favorably. 
Administrators and Non-Administrators 
By the very design of a school’s hierarchy, administrators and non-administrators 
have their own distinct relationships with students and serve different functions within 
schools. For example, an administrator, such as a principal, may have more control over 
policy implementation, but less student interaction, resulting in a more school-wide 
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perspective. In contrast, non-administrators, such as teachers, have more direct and 
extended contact with students on a daily basis and, therefore, may take a more frontline-
perspective of student conflict. As a result, administrators and non-administrators may 
have different perspectives, understandings, and opinions of conflict management 
programs.  
Despite the unique roles and relationships each group has with students in their 
schools, these two groups of school personnel are often trained to utilize the same 
conflict mediation strategies. Although research has considered differences in the use of 
conflict mediation between groups of school staff members, there is insufficient 
information on their perceptions of these practices (Henkin, Cistone, & Dee, 2000; 
Morris-Rothschild & Brassard, 2006). Both groups may apply these conflict mediation 
skills in different capacities in order to foster school safety; therefore, it is important to 
understand ways in which their perceptions of these programs and of their own skills to 
administer conflict mediation effectively, are similar or different. If these two groups 
have similar perceptions of conflict mediation, then they should be able to receive the 
same content and technique training. However, if their perceptions differ, then it may be 
necessary to design unique programming to suit each group or include training 
components that promote unification of the two groups.  
Current Study 
 The current study aims to examine whether there are differences in perceptions of 
and experiences with conflict mediation between school administrators and non-
administrators to inform conflict mediation training practices for school staff. 
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Study Aim 1: To examine whether there are differences between administrators and non-
administrators in experience with conflict mediation. 
 Hypothesis 1: Administrators and non-administrators will differ in their 
experiences with conflict mediation. 
Study Aim 2: To examine whether there are differences between administrators and non-
administrators in perceptions of the value of conflict mediation, perceptions of existing 
conflict mediation skills, and perceptions of current practices on school climate. 
 Hypothesis 2: Administrators and non-administrators will differ in their 
perceptions of the value of conflict mediation. 
 Hypothesis 3: Administrators and non-administrators will differ in their 
perceptions of their existing conflict mediation skills. 
 Hypothesis 4: Administrators and non-administrators will differ in their 
perceptions of the effects of current practices on school climate (as an indicator 
of motivation to change practices). 
2. Methods 
Participants 
 Data for this study were collected from 150 (108 administrators, 42 non-
administrators) School District of Philadelphia (SDP) school staff members prior to 
participating in conflict mediation trainings. Inclusion criteria required participants be 
SDP school staff members and to have indicated their positions within the school, 
information that was needed for group classification purposes. Overall, 167 participants 
completed surveys, but only 150 participants disclosed their positions and were able to be 
classified for comparative analyses in the current study. 
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Participants were mostly female (66.0%), and the median age group was 31-40 
years (30.7%). The majority of participants identified as White (44.8%), and 32.2% 
identified as Black or African American, 2.1% as Asian, 0.7% as American Indian or 
Alaskan Native; 5.6% identified as Other. Seven participants did not indicate their race, 
13.3% preferred not to answer, and 1.4% identified as belonging to multiple racial 
groups. Regarding ethnicity, 10.6% identified their ethnicity as Hispanic/Latino. Eight 
participants did answer a question about their ethnicity, and 12.0% indicated Prefer Not 
to Answer.  
The majority of participants (41.3%) indicated working at the middle school level, 
24.0% at the elementary school level, and 10.0% at the high school level; 24.7% worked 
in a setting that combined two of these levels. A majority of participants indicated that 
they were administrators (72%), with 38.7% of administrators identifying as Principals, 
22.9% identifying as Deans, and the remaining 10.4% identifying as other administrative 
staff members. Non-administrators represented 28.0% of the sample; 12.1% were 
Counselors, 11.5% were Teachers, and 4.4% were non-administrators in other positions. 
Participants reported employment history in schools between zero and 36 previous years 
(M = 17.01, SD = 8.51). Administrators indicated working in schools for an average of 
18.56 years (SD = 8.18), whereas non-administrators reported an average of 13.07 years 
employed in schools (SD = 8.14).  
Measures 
 Experience with Conflict Mediation. To determine participants’ prior conflict 
mediation training experience, participants were asked “Have you ever received 
mediation training before today?” and they were asked to indicate yes or no.  
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 Perceptions of Value of Conflict Mediation. Participants’ perceptions of the 
value of conflict mediation was measured using three items: “How important do you 
think conflict management is in your school?”, “How important do you think it is to have 
effective conflict management skills?”, and “How important do you believe that conflict 
management skills are to your job?” Participants responded to each item on a scale 
ranging from 1 (Not at all important) to 5 (Very Important). 
 Perceptions of Existing Conflict Mediation Skills. Participants’ perceived 
abilities and skills to implement existing conflict mediation techniques was measured 
using four items. Participants were asked “To what extent do you feel prepared to do the 
following when working with youth in schools: help a young person feel more 
empowered when dealing with a conflict;” “build rapport;” “actively listen (for example, 
ask probing questions or paraphrase what the youth says);” and “discuss the facts of a 
conflict-related situation with a young person and calmly present him/her with the 
available options?” Responses were provided on a scale ranging from 1 (Not at all 
prepared) to 5 (Very prepared). 
 Perceptions of Effects of Current Practices on School Climate. Participants’ 
perceptions of the current conflict mediation practices and its effects on school climate 
were measured using three items: “In your opinion, what are the effects of schools’ 
existing conflict management approaches on: “student satisfaction with school;” “school 
safety;” and “general behavior problems in school?” Responses were provided using a 
scale ranging from 1 (Make things much worse) to 5 (Make things much better).  
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Procedures 
Data in the current study were collected in summer 2015 upon school personnel’s 
arrival at a professional development training on conflict management. Participants 
reviewed an information sheet about the surveys, their intended use, voluntariness of 
participation, and anonymity of responses. If they signed the form and returned the 
survey, their data were included.  
Analytic Strategy 
 To assess the differences between administrator and non-administrator 
experiences with conflict mediation, perceptions of value of conflict mediation, 
perceptions of existing skills, and perceptions of current practices on climate, four 
distinct analyses were conducted. A chi-square test was conducted to determine 
differences between administrators’ and non-administrators’ past experiences with 
conflict mediation. Three separate one-way multivariate analysis of variance 
(MANOVA) tests were used to examine differences between administrators and non-
administrators’ perceptions of the value of conflict mediation, perceptions of existing 
conflict mediation skills, and perceptions of the effects of current practices on school 
climate. Each MANOVA included three or four dependent variables representing each 
identified construct of interest. All analyses were examined at a .05 alpha level, as the 
current study was exploratory in nature. All assumptions related to MANOVA (linearity, 
independence, normality, homogeneity, outliers, multicollinearity) were examined, and 
any violations were addressed. 
Sample Size and Power. Using G*Power software, two separate power analyses 
were conducted, one for the chi-square analysis and one for MANOVA. The chi-square 
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power analysis, with a medium effect size () of .3, power level of .80, and .05 level 
alpha level, computed a required sample size of 122 participants. With the study’s 150 
participants, achieved power is .88, thus satisfying the criteria assuming a medium effect.  
Power analysis for MANOVA was conducted with a medium effect size (𝑓) of 
.15, power level of .80, and .05 alpha level; parameters were specified to calculate sample 
size for the analysis with the largest number of dependent variables. A target sample size 
of 86 total participants was identified. Given the obtained sample size for this study, the 
analysis was appropriately powered at .97 with a medium effect size.  
3. Results 
Data Screening 
Prior to conducting primary analyses, data were screened for violations of 
assumptions. Assumptions of categorical, independent groups for the chi-square analysis 
were met. Assumptions regarding outliers, linearity, normality, homogeneity of variance, 
and multicollinearity were checked for variables included in the MANOVA. For 
perceptions of the value of conflict mediation, the data were not normally distributed, as 
there was a ceiling effect; many administrators and non-administrators had already 
indicated high levels of support for these practices. Although there was slightly more 
variability among responses for perceptions of existing conflict mediation skills and the 
effects of current practices on school climate, these data also did not meet the normality 
assumption, with Shapiro-Wilk p-values less than .01 in all three MANOVAs.  
Using Box’s M to test for homogeneity of covariance, the first and second 
MANOVAs produced p-values ≤ .001, indicating this assumption was not met; the third 
MANOVA produced a p-value of .487, satisfying the assumption for homogeneity of 
variance. Finally, the assumption of correlated dependent variables in each MANOVA 
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was supported; all dependent variables were moderately correlated at the .01 significance 
level, but no correlation exceeded a Pearson’s cutoff value of .9. Using the cumulative 
distribution chi square function for the Mahalanobis distances, 24 multivariate outliers 
were identified across the three MANOVAs. Analyses were conducted both with and 
without the inclusion of identified outliers, and results were consistent. Given the small 
sample sizes and consistent findings, results for analyses using complete data are 
presented. Finally, the assumption of linearity among the dependent variables within each 
MANOVA was met using scatterplots.  
Experience with Conflict Mediation 
 A chi square test of independence was conducted to examine the relationship 
between administrator status and experience with conflict mediation. Collectively and 
individually, about one-third of administrators and one-third of non-administrators had 
received prior conflict mediation training (see Table 1). Results indicated no significant 
difference in the proportion of administrators and non-administrators who had previously 
received mediation training, 𝑋2 (1, N = 128) = .021, p =.88.  
Perceptions of Conflict Mediation 
Three separate MANOVAs were performed to assess differences between 
administrator’s and non-administrators’ perceptions of the value of conflict mediation, 
perceptions of existing conflict mediation skills, and the effects of current practices on 
school climate. Administrator status served as the independent variable in each analysis.  
Perceptions of Value of Conflict Mediation. The first MANOVA assessed 
perceptions of the value of conflict mediation, and three dependent variables were 
included: importance of conflict management within their schools, effective conflict 
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management skills, and these skills in your job. There was no statistically significant 
difference in perceptions of the value of conflict mediation between administrators and 
non-administrators, F(3, 146) = .322, p = .809; Wilks’ Λ = .993, partial η2 = .007 (see 
Table 2 for group means and standard deviations). Of note, both groups already had 
similar, positive perceptions, with most individuals providing responses in the range from 
“Important” to “Very Important” regarding the value of conflict mediation, particularly as 
it applied to their jobs within schools, before attending this session. Furthermore, upon 
examination of the univariate statistics, ratings of each of the three separate dependent 
variables did not differ by administrator status (see Table 3). 
Perceptions of Existing Conflict Mediation Skills. A MANOVA also was 
conducted to examine differences in perceptions of existing conflict mediation skills 
between administrators and non-administrators using four dependent variables: how 
prepared participants felt to help a young person feel empowered, build rapport, actively 
listen, and discuss the facts of a conflict-related situation. Although administrators 
produced slightly higher scores, there was no statistically significant difference between 
groups in their perception of existing conflict mediation skills, F(3, 136) = .825, p = .512; 
Wilks’ Λ = .976, partial η2 = .024. Group averages revealed that, overall, most 
administrators and non-administrators felt “fairly” to “very” prepared when working with 
youth, but administrators indicated slightly higher levels of preparedness to implement 
these strategies than did non-administrators (see Table 4). Again, univariate tests did not 
reveal significant differences in any of the dependent variables by administrator status 
(see Table 5). 
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Perceptions of Effects of Current Practices on School Climate. A final 
MANOVA was conducted to assess differences between administrators and non-
administrators in perceptions of the effects of current practices on school climate using 
three dependent variables: student satisfaction, existing school safety, and general 
behavior problems. No statistically significant differences between administrators and 
non-administrators were observed with regards to perceptions of current practices, F(3, 
138) = .122, p = .947; Wilks’ Λ = .003, partial η2 = .003. Overall, each group felt that the 
current practices had no to little effect on the school climate, although non-administrators 
felt that the current practices had a slightly greater effect on student satisfaction. On 
average, participants rated these practices as either a 3, meaning they had no effect, or a 
4, indicating that they made things a little better (see Table 6). Additionally, univariate 
tests did not reveal significant differences on any of the separate dependent variables by 
administrator status (see Table 7). 
4. Discussion 
The goal of this study was to compare perceptions of conflict mediation between 
school administrators and non-administrators to inform future mediation training 
practices. It was hypothesized that administrators and non-administrators would differ in 
their opinions of these strategies, as they serve distinct functions within schools, which 
would indicate a need for targeted mediation training practices tailored to each group. 
Analyses revealed that administrators and non-administrators did not differ in their 
previous experience with conflict mediation training. Furthermore, administrators and 
non-administrators did not differ in their perceptions of conflict mediation strategies, 
including the value of conflict mediation, their existing conflict mediation skills, or the 
effects of current practices on school climate.  
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There are several potential explanations for why administrators and non-
administrators did not differ in their perceptions of conflict mediation. First, while 
administrators and non-administrators may differ in their roles and responsibilities within 
schools, both groups demonstrate a fair understanding of the other’s roles and strengths, 
which allows them to flexibly work together and successfully implement school-wide 
initiatives (Mills, Huerta, Watt, & Martinez, 2014). Consequently, this may result in 
increased daily collaboration and overlap when carrying out shared duties, such as 
conflict mediation between students, and account for a possible convergence of skills and 
opinions as they work together in practice. Another potential explanation is that some 
participants (n = 8)  played both administrative and non-administrative roles within 
schools, such as Dean and Teacher, which may account for some of the transfer of 
knowledge and convergence of perceptions between groups.  
Furthermore, as many members of each reported high levels of agreement with 
most of the items, there was a ceiling effect for perceptions of conflict mediation. This 
ceiling effect, likely, accounts for the lack of significant differences found between the 
groups with regard to the value of conflict mediation. While administrators and non-
administrators theoretically believe these strategies are important and effective in 
schools, their lower scores of preparedness suggest that both groups do not feel fully 
equipped to implement these practices. However, each group may have its own 
explanations about why they do not feel confident carrying out these strategies, and 
research should explore this issue to inform future training programs. 
 It is important to acknowledge that the current study captured perceptions of non-
administrative roles (i.e., teachers) directly, while previous research primarily examined 
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these perceptions only through the opinions of administrators, such as principals (Cannon 
et al., 2013; Framptom et al., 2003). Although results indicated that these groups did not 
differ in their perceptions, this key distinction allows for a more comprehensive 
understanding of non-administrators’ perceptions, which may affect how future conflict 
mediation trainings are structured for this specific population.  
 Another important feature to recognize is that the proportion of female to male 
school staff members, although unequal between groups, mirrored national estimates 
(National Center for Education Statistics, 2016), which is an important implication for 
generalizing these findings to inform future practice. In the current study, females 
constituted 61.7% of the administrator sample and 78.6% of the non-administrator 
sample. These percentages are relatively close to the national estimates of 52-55% female 
administrators and 76% female non-administrators, but these nationwide estimates only 
include principals and teachers, without accounting for other positions in each group 
(National Center for Education Statistics, 2016).  
Implications  
 Based on the findings of the current study, separate and targeted conflict 
mediation trainings for administrators and non-administrators do not appear not 
warranted at this time, as their opinions and perceived level of preparedness seemed 
aligned. Although they may act in different capacities within schools, administrators and 
non-administrators can receive the same trainings as long as they maintain similar 
perceptions of conflict mediation, as these beliefs should result in similar degrees of 
comprehension and implementation (Glasman & Albarracín, 2006). Therefore, findings 
from the current study can be used to inform training practices, integrating both 
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administrators and non-administrators into a unified training program to develop 
consistent conflict mediation skills across school staff. These uniform training programs 
might be well suited for both groups if they focused on developing standardized 
procedures and inclusive skill sets, rather than differences between staff members. As the 
current findings do not support vast differences in conflict mediation perceptions by role, 
these programs should work to ensure that all staff, regardless of position, be competent 
in a variety of core skills. 
 First and foremost, the use of a uniform training program would lead to consistent 
implementation within schools, with administrators and non-administrators able to 
depend on one another for guidance and support in everyday practice. During these 
combined trainings, both groups could also voice their perspectives and concerns, 
allowing for a more inclusive and dynamic approach to conflict mediation. However, if 
both groups attend these trainings together, it must also be acknowledged that each group 
may assume different roles, particularly regarding approaches discipline and classroom 
management. Schools should make every effort to ensure that all employees receive 
concurrent training in order to expediently standardize skills across entire schools and 
districts. 
 Finally, the current study has provided information about current perceptions and 
practices, which will inform the development of future training protocols and programs 
for conflict mediation in schools. As new training programs and interventions are 
developed, administrator and non-administrator perceptions of conflict mediation should 
be examined to determine training program effectiveness. Although administrators and 
non-administrators’ perceptions and perceived skills did not substantially differ in this 
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study, perceptions of conflict mediation should be examined within the context of the 
training programs themselves, as administrators and non-administrators may diverge on 
their acquisition of conflict resolution and mediation skills and confidence in using these 
skills. Identified differences in results of conflict mediation training might provide 
support for separate, targeted training programs to maximize training effectiveness for 
each group of school personnel.  
Limitations and Future Directions 
  There were several limitations of this study. The first is that the sample was 
obtained through convenience sampling and consisted of school staff from the same 
school district. As a consequence of this convenience sampling, there were unequal 
sample sizes of administrators and non-administrators; the ratio was approximately 2.5:1. 
Unequal group sizes—along with a small sample size—does not allow for a truly 
appropriate, accurate, or well powered statistical comparison between groups. 
Additionally, selection bias may have contributed to this imbalance; the teachers who 
volunteered to attend a workshop in the summer may be part of a selective group. The 
principals who chose to attend themselves may also have been more motivated to learn 
the strategies, compared to those who asked another school staff member. As such, 
differences in administrators’ and non-administrators’ perceptions may exist and be more 
easily detected with larger and more diverse populations. Therefore, future research 
should aim to have both groups equally represented and include staff from different 
school districts.  
 Another limitation is that the classification between administrators and non-
administrators was completed post hoc. Therefore, participants did not designate whether 
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they were administrators or non-administrators themselves. Some participants reported 
having multiple roles within their school, such as Dean of Students and Teacher; for the 
purposes of the current study’s classification, these participants were automatically 
considered administrators even if they also had non-administrative roles. If given the 
option to classify their own role, these individuals might have classified themselves as 
either administrator or non-administrator, which may not have aligned with the post hoc 
determination. As the rate of non-administrators was low, the results of this study may 
not accurately depict their perceptions.  
This study also did not provide a more comprehensive measure of prior conflict 
mediation training and exposure, limiting the degree to which the current study can draw 
conclusions about the effect or importance of existing training experiences. The measure 
of prior conflict mediation training was a single item, which simply inquired if 
participants had received previous training of mediation strategies before attending the 
meeting at which data were collected. Because of the dichotomous nature of this 
measure, it did not take into account the quantity or quality of past exposure, nor did it 
prompt participants to report on whether they viewed the previous exposure positively or 
negatively. Additionally, this question did not account for other sources of conflict 
mediation exposure outside of a school setting, which could have impacted perceptions of 
these techniques. For example, a school employee who is also a parent may have had 
prior experience with conflict mediation through their child’s schooling. Future research 
should ask more detailed questions to ascertain the nature of these past experiences, as 
well as participants’ perceptions of them; questions may include participants’ 
descriptions of previous strategies, how long ago they received this training, and how 
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these strategies compare to the new practices. However, researchers should also use 
caution, as these mediation strategies could possibly interact with other school climate 
initiatives and programs. Conflict mediation does not occur in a vacuum, so future 
research should identify other restorative practices in schools, and even inquire how 
different types of school staff members perceive them, in combination with conflict 
mediation.  
 Overall, the ratio of non-administrators to administrators did not accurately reflect 
the rates within schools, and, as such, it is likely that the non-administrative participants 
were not wholly representative of the larger population. Although the current study was 
able to obtain responses from non-administrators directly—an important consideration 
often overlooked in research in this area—future research should also consider obtaining 
more representative samples of school staff members, including non-administrators and 
school police officers, as some of these individuals are also trained in conflict mediation 
strategies. Other school staff members may hold different opinions and perceptions of 
conflict mediation from educators and school administrators given their different 
perspectives and relationships with students. As the current study assessed experience and 
perceptions in a limited sample, future work should examine both broader experiences 
and the motivation to acquire these skills within the greater school staff population, 
especially in new teachers. Given the high turnover rates of new teachers in Philadelphia, 
where 70% left their school or teaching as a profession from 1999-2006 (National 
Commission on Teaching and America’s Future, 2007), these individuals may possess 
their own perceptions of conflict mediation, which could in turn inform both 
implementation of these practices and teacher attrition.   
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5. Conclusion 
 As school administrators and non-administrators did not differ in their perceptions 
of conflict mediation strategies, the two groups may be able to continue receiving the 
same type of training, as opposed to receiving targeted instruction. Perceptions are likely 
to inform subsequent practice, and if both groups possess similar perceptions over time, 
they are likely to implement conflict mediation within schools in the same manner. 
However, continued follow up with larger samples is needed to ensure that administrators 
and non-administrators truly have similar perceptions and are able to acquire comparable 
skills from combined, uniform training programs.  
  
20 
 
 
 
 
Table 1. 
Experience with Conflict Mediation: Administrators and Non-Administrators 
Status Yes No Total 
Administrators 32 (35.6%) 58 (64.4%) 90 (70.3%) 
Non-
Administrators 
13 (34.2%) 25 (65.7%) 38 (29.7%) 
Total 45 (35.2%) 83 (64.8%) 128 (100.0%) 
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Table 2. 
Group Means for Perceptions of the Value of Conflict Mediation 
Status Conflict 
Management in 
Schools 
Effective Conflict 
Management Skills 
Importance of 
Skills to Job 
Administrators M = 4.85  
(SD =.357)  
M = 4.89  
(SD = .316) 
M = 4.89 
(SD = .316) 
Non-
Administrators 
M = 4.83  
(SD =.377) 
M = 4.86  
(SD =.354) 
M = 4.83 
(SD = .377) 
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Table 3. 
Tests of Between-Subject Effects: Perceptions of the Value of Conflict Mediation 
 df F Sig. Partial Eta Squared 
Conflict Management in Schools 1 .079 .779 .001 
Effective Conflict Management 
Skills 
1 .285 .594 .002 
Importance of Skills to Job 1 .837 .362 .006 
Error 148    
Notes. p < .05 
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Table 4. 
Group Means for Perceptions of Existing Conflict Mediation Skills 
Status Help Youth Feel 
Empowered 
Build 
Rapport 
Actively 
Listen 
Discuss Facts 
Administrators M = 4.09  
(SD = .719)  
M = 4.63  
(SD = .579) 
M = 4.42  
(SD = .710) 
M = 4.28 
 (SD = .736) 
Non-
Administrators 
M = 4.05  
(SD = .887) 
M = 4.46  
(SD = .756) 
M = 4.38  
(SD = .747) 
M = 4.15  
(SD = .904) 
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Table 5. 
Tests of Between-Subject Effects: Perceptions of Existing Conflict Mediation Skills 
 df F Sig. Partial Eta Squared 
Help Youth Feel Empowered 1 .065 .799 .000 
Build Rapport 1 1.944 .165 .014 
Actively Listen 1 .074 .786 .001 
Discuss Facts 1 .778 .379 .006 
Error 139    
Notes. p < .05 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
25 
 
 
 
 
Table 6. 
Group Means for Perceptions of Existing Practices on School Climate 
Status Student 
Satisfaction 
Existing 
Strategies on 
School Safety 
General Behavior 
Problems 
Administrators M = 3.86  
(SD = 1.09)  
M = 3.98  
(SD = 1.20) 
M = 3.44  
(SD = 1.33) 
Non-
Administrators 
M = 3.88  
(SD = .966) 
M = 3.95  
(SD = .986) 
M = 3.33  
(SD = 1.16) 
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Table 7. 
Tests of Between-Subject Effects: Perceptions of Effects of Current Practices on School 
Climate 
 df F Sig. Partial Eta Squared 
Student Satisfaction 1 .004 .951 .000 
Existing School Safety 1 .020 .887 .000 
General Behavior 
Problems 
1 .234 .629 .002 
Error 140    
Notes. p < .05 
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